Project A
Improving the Selection, Classification and
Utilization of Army Enlisted Personnel

ey

Technical Report 754

AD-A191 232

The Development of Administrative Measures.
As Indicators of Soldier Effectiveness

Barry J. Riegelhaupt, Cairolyn DeMeyer Harris,
and Robert Sadacca

Human Resources Research. Organization

Selection and Classificaticn Technical Area
Manpower and Personnel Research Laboratory

et

U. S. Army

Research Institute for the Behavioral and Social Sciences

August 1987

Approved for public release; distributian unlimited.

838 2 NUS 039




U. S. ARMY RESEARCH INSTITUTE

FOR THE BEHAVIORAL AND SOCIAL SCIENCES

A Field Operating Agency under the Jurisdiction of the

Deputy Chief of Staff for Personnel

EDGAR M. JOHNSON
Technical Director

WM. DARRYL HENDERSON
COL, IN
Commanding

Research accomplished under contract
to the Department of the Army

Human Resources Research Organization
Technical review by
Jeff Horey
Alan W, Lau

Paul G. Rossmeissl
Michael G. Rumsey

NOTICES

i Accession For

Lo T e ‘
NTIS CRAZI g
DTIC TAB

Unanncunced O

Justification ]

By.

Distribution/

Availability Codes
Avatl and/or
Dist Speclial

I

Al |

g

FINAL DISPOSITION This report may be destioyed when ot 1s no longer needed Please do not

return it 10 the U.S Army Research Institute for the Behaviora!l and Socia! Sciences

NOTE The tindings 1n this 1eport are not 10 be construed as w0 officiat Department of the Army

posiuon, unless 5o designated by other authonzed documents




REPORT DOCUMENTATION PAGE

1a. REPORT SECURITY CLASSIFICATION 1b. RESTRICTIVE MARKINGS

Unclassified

2a. SECURITY CLASSIFICATION AUTHORITY 3. DISTRIBUTION/ AVAILABILITY OF REPORT

35, DECLASSIFICATION / DOWNGRADING SCHEDULE AppFOYed for public release; distribution
unlimited.

4 PERFORMING ORGANIZATION REPORT NUMBER(S) S. MONITORING ORGANIZATION REPORT NUMBER(S)

ARI Technical Report 754

6a. NAME OF PERFORMING ORGANIZATION 6b OFFICE SYMBOL 7a. NAME OF MONITORING ORGANIZATION
Human Resources Research (if applicable) U.S. Army Research Institute for the
Organization HumRRO Behavioral and Social Sciences
6¢. ADDRESS (City, State, and 2iP Code) 7b. ADDRESS (City, State, and ZIP Code)
1100 South Washington Street 5001 Eisenhower Avenue
Alexandria, Virginia 22314-4499 Alexandria, Virginia 22333-5600
8a. NAME OF FUNDING /SPONSORING 8b. OFFICE SYMBOL | 9. PROCUREMENT INSTRUMENT IDENTIFICATION NUMBER
ORGANIZATION (if applicable)
- - MDA 903-82-C-0531
8¢. ADDRESS (City, State, and 2IP Code) 10. SOURCE Of FUNDING NUMBERS
— PROGRAM PROJECT TASK WORK UNIT
ELEMENT NO. | NO.2Q263- NO. ACCESSION NO.
6.37.31,A 731792 |2.3.2 2.3.2.C.1

11. TITLE (include Security Classification)

The Development of Administrative Measures as Indicators of Soldier Effectiveness

12 PERSONAL AUTHOR(S)
Barry J. Riegelhaupt, Carolyn DeMeyer Harris, and Robert Sadacca (HumRRO)

13a. TYPE OF REFORT i3b. TIME COVERED 14, DATE OF REPORT (Year, Month, Day) [1S. PAGE COUNT

Final Report fROM Oct 82 710 Jun 84 August 1987 80

16 SUPPLEMENTARY NOTATION Project A:  Improving the Selection, Classification, and Utilization of
Army Enlisted Personnel (Human Resources Research Organization, American Institutes for
Research, Personnel Decisions Research Institute, U.S. Armv Research Institute)

17/ COSATI CODES -~ — 15 SUBJECT TERMS (Continue on reverg!e if t_\eceua?' and identify by block number)
T FIELD GROUP oD Administrative measures, Soldier effectiveness, Validation,
7 Construct validation, Performance measures, Criterion mea-
‘Z sures, Army-yide measures, Criterion development, Personnel
record S2 e o

\?ASSYRA(T (Continue on reverse if necessary and identify by block number)

This research was performed as part of Task 4 of Project A, Improving the Selection,
Classification, and Utilization of Army Enlisted Personnel. Task 4 is concerned with the
development of Army-wide job performance criteria. The specific objects of this activity
were (a) to determine which administrative indexes have sufficient variance and acceptable
base rates to warrant consideration in the formation of criteria and in-service predictors
of soldier effectiveness, (b) to combine these indexes within a set of soldier effcctiveness
dimensions into psychometrically sound and conceptually meaningful variables, and (¢) to

-

identify tfrom which archival sources it is most feasible to obtain them. <..... . -

-y
20 DISTRIBUTION/AVAILABILITY OF ABSTRACYT 21, ABSTMCT.SEFURIYY CLASSIFICATION
B uncLassifEDuNUMITED [ SAME as RPT.  (Jomic users | unclassified
228 NAME OF RESPONSIBLE INDIVIDUAL 22b. TELEPHONE (include Area Code) | 22¢. OFFICE SYMBOL
Lawrence M. Hanser (202) 274-8275 PERI-RS
DD FORM 1473, 8a maR 83 APR edition may be used until exhausted SECURITY CLASSIEICATION OF THIS PAGE

All other editions are obsolete UNCLASSIFIED




|

Technical Report 754 Project A
Improving the Selection, Classification and
Utilization of Army Enlisted Personne!

The Development of Administrative Measures
As Indicators of Soldier Effectiveness

Barry J. Riegelhaupt, Carolyn DeMeyer Harris,
and Robert Sadacca
Human Resources Research Organization

Selection and Classification Technical Area
tawrence M. Hanser, Chief

Manpo:-er and Personnel Research Laboratory
Newell K. Eaton, Director

U.S. ARMY RESEARCH INSTITUTE FOR THE BEHAVIORAL AND SOCIAL SCIENCES
5001 Eisenhower Avenue, Alexandria, Virginla 22333-5600

Oltice, Deputy Chiet ot Stalt tor Personnel
Department of the Army

August 1987

Army Project Number Manoower and Personnel
2Q263731A792

Approved for public release; distribution unhimited.

L—“;._._m—n-...~--..x-s IR TR A LI LI L S T N e N e




| i L et el e e

SR

FOREWORD

This document is a synopsis of research concerned with development of
Army-wvide job performance criteria. The research was part of Project A, the
Army’s current, large-scale manpower and personnel effort to improve the
selection, classification, and utilization of Army eniisted personnel. The
thrust for the project came from the practical, professional, and legal need
to validate the Armed Services Vocational Aptitude Battery (ASVAB--the current
U.S. military selection/classification test battery) and other selection vari-
ables as predictors of training and performance.

Project A is being conducted under contract to the Selection and Classi-
fication Technical Area (SCTA) of the Manpower and Personnel Research Labora-
tory (MPRL) at the U.S. Army Research Institute for the Behavioral and Social
Sciences. The portion of the effort described herein is devoted to the devel-
opment and validation of Army Selection and Classification Measures, and re-
ferred to as "Project A." This research supports the MPRL and SCTA mission to
improve the Army’s capability to select and classify its applicants for en-
listment or reenlistment by ensuring that fair and valid measures are devel-
oped for evaluating applicant potential based on expected job performance and
utility to the Army.

Project A was authorized through a Letter, DCSOPS, "Army Research Project
to Validate the Predictive Value of the Armed Services Vocational Aptitude
Battery," effective 19 November 1980; and a Memorandum, Assistant Secretary of
Defense (MRA&L), "Enlistment Standards," effective 11 September 1980.

In order to ensure that Project A research achieves its full scientific
potential and will be maximally useful to the Army, a governance advisory
group comprised c¢f Army general officers, interservice scientists, and experts
in personnel measurement, selection, and classification was established. Mem-
bers of the latter component provide guidance on technical aspects of the re-
search, while general officer and interservice components oversee the entire
research effort; provide military judgment; provide periodic reviews of re-
search progress, results, and plans; and coordinate within their commands.
Members of the General Officers’ Advisory Group include MG Porter (DMPM)
(Chair), MG Briggs (FORSCOM, DCSPER), MG Knudson (DCSOPS), BG Franks (USAREUR,
ADCSOPS), and MG Edmonds (TRADOC, DCS-T). The General Officers’ Advisory
Group was briefed in May 1985 on the issue of obtaining proponent ccncurrence
of the criterion measures prior to administration in the concurrent valida-
tion. Members of Project A’'s Scientific Advisory Group (SAG) who guide the
technical quality of the research include Drs. Milton Hakel (Chair), Philip
Bobko, Thomas Cook, Lloyd Humphreys, Robert Linn, Mary Tenopyr, and Jay
Uhlaner. The SAG was briefed in October 1984 on the results of the Batch A
field test administration. Further, the SAG was briefed in March 1985 on the
contents of the proposed Trial Battery.




A comprehensive set of new selection/classification tests and job perfor-
mance/training criteria have been developed and field tested. Results from
the Project A field tests and subsequent concurrent validation will be used to
link enlistment standards to required job performance standards and to more
accurately assign soldiers to Army jobs.

s5A

EUGAR M. JOHNSON
Technical Director




THE DEVELOPMENT OF ADMINISTRATIVE MEASURES AS INDICATURS OF
SOLDIER EFFECTIVENESS

EXECUTIVE SUMMARY

Requirement:

A major activity in the Army’s Selection and Classification Project
(Project A) is to develop measures of soldier performance on the job during
the first tour of enlistment. This report describes research within the
Project A program to explore the usability of information contained in sol-
diers’ personnel files and archival records as criteria of effeciiveness.
Steps were taken to determine (a) whether administrative records could serve
as useful criteria and (b) which archival sources could be used to obtain
timely personnel information.

Procedure:

o T eade
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Three major sources of personnel information were examined: (a) the
Enlisted Master File (EMF), a central computer record of selected personnel
actions; (b) the Official Military Personnel File (OMPF), a microfiche history
of an individual’s military service; and (c) the Military Personnel Records
Jacket (MPRJ), an individual’s personnel folder, known as the 201 file. These
L records for 750 service personnel were analyzed in detail to assess the feasi-
F,» bility of extracting useful criterion information from them.

-

Findings:

The MPRJ proved the most timely and richest source of administrative in-
formation useful as criteria; however, extracting information from these files
required considerable time and effort. While the EMF and the OMPF contain in-
formation that indicates soldier effectiveness, neither source provides data
that are as timely or complete as the MPRJ or that would be as desirable for
criterion purposes.

Analysis of the information available from the MPRJ resulted in the iden-
tification of six administrative indexes that could serve as measures and pre-
dictors of soldier effectiveness: "Has Received Award,” "Has Received Letter/
Certificate," "Has Received Letter/Certificate/Avard," "Has Had Military
Training Courses," and "Reenlistment Eligibility, and Promotion Rate." To
reflect disciplinary actions, "Has Received Article 15" was retained for fu-
ture criterion research in this area.

YA
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Utilization of Findings:

2

The use of administrative measures fits in with the Project A objective
of using varied approaches to measure soldier effectiveness, and these indexes

vii
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hold great promise as predictors of performance during a second tour. How-
ever, those benefits must be weighed against the expense and effort of col-
lecting data from the MPRJ, the most promising archival source in terms of
recency and completeness. To investigate a less expensive alternative means
of obtaining tkis type of personnel information, a self-report form will be
developed and field tested. Asking soldiers to report on what is in their
MPRJ and having research staff extract equivalent information from that file
will make it possible to determine the a~zcuracy of the self-report method.
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THE DEVELOPMENT OF ADMINISTRATIVE MEASURES AS
INDICATORS OF SOLDIER EFFECTIVENESS

The overall purpose of Project A: Improving the Selection, Classifica-
tion, and Utilization of Army Enlisted Personnel is to enhance the Army’s
ability to accomplish its mission through improved matching of individuals to
military occupational specialties (MOS). Toward this goal, Project A is
devoted to the development of an expanded and comprehensive selection/classi-
fication test battery and the validation of that test hattery against a full
array of existing and newly developed performance criteria (Human Resources
Research Organization, American Institutes for Research, Personnel Decisions
Research Institute, and Army Research Institute, 1983).

The identification, refinement, and development of in-service predictors
and Army-wvide performance measures is an integral part of the overall program
of performance criterion development. In-service predictors are measures ob-
tained after a soldier enters the Army that predict the soldier’s later per-
formance effectiveness in his/her military career. Army-wide performance
measures are those indicators of general performance and effectiveness not
related directly to the performance of MOS-specific tasks.

INTRODUCTION
Issues in Performance Measurzment

The accurate measurement of individual job performance is critical in
personnel selection research (Dunnette, 1966; Guion, 1965). Considerable time
and energy is often spent in developing predictor tests and measures at the
expense of: (a) identifying performance constructs that should be the targets
of the predictor measures, and (b) actually measuring, in a reliable and valid
manner, the effectiveness of individuals on those performance constructs.

Test validation results, however, can be meaningful only if proper attention
is paid to the criterion side, so that an accurate depiction of job perfor-
mance effectiveness is provided.

Performance measures can be classified into two general types: objeztive
indexes and performance ratings. Examples of objective measures, for an Army
clerical MOS, would be the number of pages typed per 8-hour day and the number
of typing errors made per page. Performance ratings rely on the human judg-
ment of an individual’s job performance. Because of the subjective nature of
performance ratings, objective indexes of a worker'’s performance are, in cer-
tain cases, preferable to ratings. Good objective measures, however, are dif-
ficult to acquire (Guion, 1965; Landy & Trumbo, 1980).

The difficulty with the vast majority of objective measures of perfor-
mance is that they are almost invariably deficient and contaminated (Guion,
1965; Smith, 1976). By deficient, it is meant that the measure provides only
a partial picture of the worker’s effectiveness on the job; that is, there are
important aspects of the job left untapped by the objective measure.



Referring to the clerical MOS example above, typing speed and accuracy
may be an important index of soldier effectiveness in this MOS, but if helping
break-in inexperienced typists and willingness to work very hard during heavy
production periods are also important for job success, then the former two
measures, individually or together, do not adequately measure effectiveness on
the job. They are deficient.

The administrative indexes that appear in Army personnel records are cer-
tainly no exception. When viewed separately, reports of AWOL, nonjudicial
punishment of a serious nature (Articles 15), Certificates of Commendation,
etc., tap only a part of the soldier effectiveness criterion domain and are
probably deficient as indicators of effectiveness (Borman, Johnson, Motowidlo,
& Dunnette, 1975; Shields, Hanser, Williams, & Popelka, 1981).

Contamination in objective measures occurs when factors that affect how
vell individuals do with respect to the measure are beyond their control. Re-
ferring again to the example above, suppose that the number of pages typed in
a day depends to some extent on the kind of text that the typist is to work
on, and the soldier has no control over those assignments. The "number of
pages" measure provides an impure index of effectiveness; it is contaminated.

The most prevalent type of contamination is opportunity bias. The admin-
istrative indexes that appear in Army personnel records are possibly.contami-
nated by opportunity bias. The number of reports of AWOL, nonjudicial punish-
ment of a serious nature (Articles 15), awards, letters of commendation, etc.,
that appear in a soldier’s record, may in part be influenced by such factors
as the MOS, post, organizational unit, and commanding officer (CO) to which
the soldier is assigned. Therefore, comparing the effectiveness of soldiers
in different M0S, assigned to different locations on the basis of administra-
tive indexes, without information concerning differential opportunities, may
be misleading. The most important question, however, is the degree to which
opportunity bias, if it exists, is predictor correlated or predictor free.
Predictor-correlated contamination refers to a situation where the opportunity
to receive letters, awards, Articles 15, etc., is influenced by a predictor
score. Thus, if knowledge of a soldier’s Armed Forced Qualification Test
(AFQT) score impacted on the opportunity to receive awards, then that would be
an example of predictor-correlated contamination. While Eden and Shani (1982)
found that instructor expectancy, based on an avareness of a trainee’s apti-
tude, resulted in significantly higher scores on objective performance tests,
Brogden and Taylor (1950) have noted that in general, opportunity bias is
predictor free and while it may attenuate validity coefficients, it will not
seriously distort their relative magnitude.

There exists an additional potential difficulty in using administrative
records as soldier effectiveness criteria. Previous research, which has used
objective performance indexes extracted from personnel files, often reports
low correlations with predictors or other criteria, e.g., performance ratings.
This has been found in both military (Allen & Bell, 1980; Drucker & Schwartz,
1973; Shields et al., 1981) and non-military settings (Cascio & Valenzi, 1978;
Landy & Farr, 1975). This is often in part because administrative records
reflect only exceptionally good or exceptionally poor performance. In Army
personnel records, for example, consider reports of AWOL and Articles 15 on
the poor performance side and avards and certificates or letters of commenda-
tion on the good performance indicators in their personnel folders. Thus, the
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skeved distributions found for individual, separate indexes based on adminis-
trative actions seriously constrain their usefulness as criteria of soldier
effectiveness (Hammer & Landau, 1981).

Construct Validation Approach

One strategy for dealing with these issues is to view the content of
administrative indexes as critical incidents and form composites on the basis
of conceptual similarities. For example, several different kinds of awards,
letters, and certificates could be combined into one index if they reflect
performance in some psychologically homogeneous behavioral domain. & sol-
dier’s "score" would then be the total number of such indexes received in that
particular category. If measures are combined that reflect the same underly-
ing construct, base rates might improve to a level where significant correla-
tions with other variables would be more possible.

5> AW

An indication of how the combining of individual administrative indexes
might constitute a beneficial approach can be seen using data presented by
Shields et al. (1981). The researchers gathered information on soldier ef-
fectiveness in the 193rd Infantry Brigade, Panama. Data were collected on
such variables as Skill Qualification Test (SQT) scores, number of awards,
number of military courses completed, number of times honor graduate status
vas attained in training courses, number of Articles 15, and number of letters
of appreciation.

'4

One result of the research was that positive correlations emerged between
some criterion pairs--for example, SQT scores and number of awards (r = .43);
number of awards and number of military courses completed (r = .63); etc.
This indicates that these different indexes may indeed reflect to some extent
an underlying effectiveness construct. Relationships between other pairs of
indexes were low, but low base rates may have been a contributor to the low
correlations in some cases. For example, less than 4% of the 125 soldiers
examined had attained honor graduate status. This low base rate, in part,
reduces the likelihood of significant correlations between this variable and
other variables.

The above findings suggest that composites of administrative indexes
formed vithin a soldier effectiveness conceptual framework would not only
produce administrative measures with improved base rates and more variance,
they would also provide an approach for managing the deficiency inherent in
individual objective measures. Since, as part of the construct validity
framework adopted by Project A, individual administrative indexes will be used
as one of several methods to index a soldier’s effectiveness on one or more
performance constructs, the issue of these measures being deficient as cri-
teria when used separately would be less 2ritical. With a multimethod ap-
proach to performance measurement, information about soldiers’ performance can
be obtained from different sources. Multitrait-multimethod analyses (Kava-
naugh, MacKinney, & Wolins, 1971; Lawler, 1967) can then proceed to assess the
construct validity of the various performance measures.
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APPROACH

This report describes the steps that were taken: (a) to determine which
administrative indexes have sufficient variance and acceptable base rates to
varrant consideration in the formation of criteria and in-service predictors
of soldier effectiveness, (b) to combine these indexes within a model of sol-
dier effectiveness into psychometrically sound and conceptually meaningful
variables, and (c¢) to identify from which archival sources it is most feasible
to obtain them.

Records Sources

The Army maintains a number of personnel records sources that contain
administrative indexes that could be useful in the development of measures of
first-tour soldier effectiveness. They are (a) the Enlisted Master File
(EMF), (b) the Official Military Personnel File (OMPF), and (c) the Military
Personnel Records Jacket (MPRJ). Accordingly, a major activity within the
development of Army-wide performance measures was to perform a detailed exam-
ination of the three records sources and an analysis of the feasibility of
developing criterion indexes from them.

Identification of Administrative Indexes

A preliminary list of administrative measures indicative of soldier ef-
fectiveness vas developed from a review of relevant Army Regulations, previous
research efforts in military settings, and interviews with knowledgeable Army
personnel. The list is presented in Table 1.

Table 1

Preliminary List of Administrative Measures Indicative of Soldier
Effectiveness

Reason for Separation From the Army

Reenlistment Eligibility

Reenlistment Eligibility Bar

Enlisted Evaluation Report (EER)

Promotion Rate

Number and Duration of AWOL/Desertions

Number and Type of Articles 15

Number and Type of Courts-Martial

Number and Type of Awards/Badges

Number and Type of Letters of Appreciation/Commendation
Number and Type of Letters of Reprimand/Admonition
Number and Type of Certificates of Achievement/Commendation
Number and Type of Civilian Courses Attended/Completed
Number and Type of Service Courses Attended/Completed
Performance in Service Courses

OO0 0000000000000




Having identified a set of potential indexes, the next step was to iden-
tify vhich indexes would be useful in the formation of Army-wide criteria and
3 in-service predictors. Additionally, the availability of these indexes from
the Bnlisted Master File, the Official Military Personnel File, and the Mili-
tary Personnel Records Jacket needed to be explored. A description of the
detailed investigation into each of the three records sources follovs.

Enlisted Master File (EMF)

The EMF is an automated inventory of personal data, enlistment condi-
tions, and military experience for every enlisted individual currently on the
U.S. Army payroll. It contains a large number of variables for each indi-
vidual ranging from pay grade to Skill Qualification Test (SQT) scores to
appraisal ratings in the form of the Enlisted Efficiency Report (EER). A
listing of the variables available from the EMF appears in Appendix A. A more
complete description of the variables can be found in Wise, Wang, and Ross-
meissl (1983).

Examination. An initial examination of the EMF was carried out in order
to identify those variables judged to be indicative of performance. This was
accomplished by revieving in depth the EMF Users Guide and by interviewving
several key Army personnel at MILPERCEN Headquarters, Alexandria, Virginia,
vho have knovledge of and/or responsibility for the EMF.

As a result of this examination, four EMP variables were identified as
potentially useful for criterion purposes. They were (a) reason for separa-
tion, (b) reenlistment eligibility, (c) reenlistment eligibility bar, and
(d) veighted Enlisted Efficiency Report (EER) score. With the exception of
the veighted EER, these measures may more appropriately be considered outcomes
that result from performance, rather than evaluations of performance per se.
In theory, the EER variable on the EMF, wvhich is a weighted average of a sol-
dier’s last five EERs, should be an excellent variable. As a practical mat-
ter, howvever, its usefulness may be limited. Since EERs are done only on
soldiers in grades E5 and above, no more than a small percentage of first-tour
enlisted personnel is likely to have had even one EER at the time of data col-
lection. Second, in the past few years EER scores have tended to cluster at
the maximum of 125. Thus, distinguishing effective from ineffective perform-
ers on the basis of EER scores may not be possible.

0f the preliminary list of measures presented in Table 1, information
relevant to two additional variables is available from the EMF. Since the EMF
contains a soldier’s initial rank, entry date, current rank, and date of cur-
rent rank, it is possible to compute a promotion rate, defined as grades ad-
vanced per year, for each soldier. Additionally, information exists on the
date and type of last AVOL transaction. Thus, vhile neither the number of
times an individual has been AWOL, nor the duration of each AWOL is available
from the BMF, it is possible to assign soldiers to the dichotomous variable,
"Has or Has Never Been AVWOL."

3
T
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Conclusions. While a number of administrative measures indicative of
soldier effectiveness are potentially available from the EMF, an important
consideration is the timeliness of this information. If, at the time of cri-
terion data collection, only the preceding year-ending EMF is available, the
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information could be so dated that it may be of only limited value. A more
detailed presentation regarding the suitability of the EMF as a records source
appears in a later section.

Additionally, information on awards, badges, letters and certificates of
appreciation, achievement, and commendation, Articles 15, etc., does not exist
on the EMF. Information of this type exists only in the individual soldier’s
Military Personnel Records Jacket (MPRJ), or the soldier’s Official Military
Personnel File (OMPF).

Official Military Personnel File (OMPF)

The OMPF is the permanent, historical, and official record of a member’s
military service. The information for enlisted personnel is maintained on
microfiche that is located at the Frlisted Records and Evaluation Center
(EREC), Fort Benjamin Harrison, Indiana. Updates/additions/corrections are to
be forwarded to EREC in a timely manner, and, in addition, a standard updating
is required each year during an individual’s birth month (DA PAM 600-8). To
explore the feasibility of obtaining administrative measures from the OMPF,
four research steps were employed. These steps were:

(1) Examination of the Structure of the Official Military Personnel File
(2) Development of a Data Collection Instrument

(3) Sample Selection

(4) Data Collection and Analysis

Examination of the Structure of the Official Military Personnel File.

There are three parts of the OMPF. Depending upon their purpose, documents
are filed in one of the following three sections:

(1) The Service Fiche. This fiche includes service computation data and
general administration data. The Active Army OMPF begins with the
service fiche upon receipt of an accession packet. Thus, every ac-
tive member will have this fiche. Documents authorized for filming
on the service fiche are those that provide a historical record of a
member’s military service, aid in the effective management of a mem-
ber’s career, and protect the interest of both the member and the
Army.

(2) The Performance Fiche. This fiche contains performance, commenda-
tory, and disciplinary data that are used for evaluation and selec-
tion purposes. Documents are limited to those that provide evidence
of demonstrated performance of either a positive or negative nature.
The documents authorized for filing in the performance section of
the OMPF are shown in Appendix B. As can be seen, these documents
provided a good match with previously identified potential indexes
of soldier effectiveness.

(3) The Restricted Fiche. This fiche contains historical data that may
be unfavorable when the member is viewed by selection boards or



career managers. Documents are those necessary to maintain an un-
broken record, to record investigations and appellate action, and to
protect the interest of the member and the Army. Although the re-
stricted fiche might contain administrative documents relevant to a
soldier’s effectiveness, because of its sensitive nature release of
information on this fiche is controlled.

Development of a Data Collection Instrument. A data collection form that
wvould allow for the recording of the administrative measures listed in Table 1
appears in Appendix C. The form was developed based upon a review of the
relevant Army Regulatlions; interviews with records personnel at MILPERCEN
Headquarters Management Support Division, Alexandria, Virginia; an examination
of officer fiche at MILPERCEN HQ; and the data collection form used by ARI
staff in the 193rd Infantry Brigade, Panama.

Sample Selection. Table 2 shows the sample of 19 MOS selected for inclu-
sion in Project A (Human Resources Research Organization et al., 1983). A
random sample of 25 enlisted personnel from each of the 19 MOS was selected
from the FY82 Enlisted Master File tape. At the time of data collection, the
soldiers had been in the service an average of 25 months.

The list of 475 names and their social security numbers (SSN) was passed
to the Chief MILPERCEN Management Support Division for forwarding to the En-
listed Records and Evaluation Center (EREC), Fort Benjamin Harrison. Arrange-
ments vere made for personnel at EREC to pull the 475 microfiche packets and
have them ready for the data collection team when they arrived.

Data Collection and Analysis. The examination of microfiche records was
conducted by a combined team of four research staff members who conducted a
3-day site visit to EREC at Fort Benjamin Harrison.

Upon arrival at Fort Benjamin Harrison the data collection team was
handed 414 microfiche packets. This represented 89% of the 466 packets that
EREC personnel attempted to locate. A loss of nine names and SSN occurred
vhen the list was transmitted from MILPERCEN HQ to EREC. 0f the microfiche
records that were found for individuals, each record in the packet was exam-
ined by a staff member and a variety of information was recorded using the
records collection form. A summary of the major findings is as follows:

(1) Of the 414 microfiche packets that could be located, 278 contained
only a service fiche while 136 contained both a service and a per-
formance fiche.

(2) O0f the 136 soldiers in the sample vho had a performance fiche, 44
(32X) vere prior service members. Of these 44 soldiers, 20 had an
EER in their files. Six of the soldiers had 2 EER apiece for a
total of 26 EER. The distribution of EER scores was:

Frequency Score
13 125
3 123-124.9
5 121-122.9
5 <121
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(3) A total of 52 Articles 15 were issued to the 136 soldiers who had a
performance fiche.

(4) Sixty-three awards were received by the 136 soldiers. Forty-one of
these awards were for completion of a training course.

(5) Twelve letters of appreciation/commendation appeared on the perfor-
mance fiche.

(6) Of the 136 soldiers, 26 were credited with having attended a school.
Two of these soldiers attended two schools apiece.

Conclusinns. After examining the microfiche and the regulations govetn-
ing their composition, as well as interviewing knowledgeable officials, a
number of conclusions were reached. These conclusions are best expressed in
terms of projected and actual outcomes:

Projected Qutcomes--

(1)
(2)
(3)
(4)
(3)

Performance data for 475 soldiers would be available.

All 475 soldiers would be new, first-time soldiers in FY81.
No Enlisted Evaluation Reports (EER) would be found.

All authorized documents would appear on microfiche.

Recording of information would be timely.

Actual Outcomes--

(1)

(2)

(3)

(4)

Performance data were available for only 136 soldiers. This
represented 29X of the original sample.

0f the 136 soldiers who had performance information, 44 (32X%)
vere prior service members.

Since it was assumed that the sample was comprised of new,
first-term soldiers, at the time of data collection individuals
would not have been in the Army long enough to have had an EER.
However, 26 EER were found among 20 soldiers, all of whom were
prior service members.

Vhile the documents listed in Appendix B are authorized to ap-
pear in the performance section of the OMPF, a change to Army
Regulation 640-10 some years ago requires written filing in-
structiorns for certain documents. For example, a letter of
commendation will not routinely be forwarded for filming. It
will be sent to EREC only if specifically directed to the Of-
ficial Military Personnel File. Thus, it is possible for
soldiers to have a number of documents in their Military
Personnel Records Jacket that are authorized to appear on

microfiche, but may not, because they were not directed to the
OMPF.
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(5) For grades below E5, which are the g.<de levels of enlisted

personnel in the first major Project A data collection, there
is an 8 to 12 month backlog from the time a personnel action is
taken until the time that it appears on microfiche at EREC.
The primary reason for this backlog is that for grades E5 and
above microfiche are used by central promotion boards. Docu-
ments submitted for filming for these individuals take prece-
dence over documents received for soldiers below the grade of
E5.

Because of the limitations in the microfiche records, determination of
the discrepancy in type, quantity, quality, and timeliness of information
contained in a soldier’s Military Personnel Records Jacket (201 file) and the
information that exists in the OMPF was of vital importance. Thus, the next
step vas to determine the feasibility ot developing criterion indexes from the
MPRJ.

Military Personnel Records Jacket (MPRJ)

The Military Personnel Records Jacket (MPRJ) is an individual’s personnel
record (201 file). It is the primary mechanism for storing information about
an individvual’s service record. Updates/additions/corrections to the file are
made at the time of the action. Thus, it is the most complete and up-to-date
record available. The MPRJ physically follows the individual wherever he or
she goes and is normally located at the Military Personnel Office (MILPO) that
serves the soldier’s unit. To examine initially the suitability of the MPRJ
as a records source, eight research steps were employed. These steps vere:

(1) Examination of the Structure of the Military Personnel Records
Jacket

(2) Development of a Data Collection Instrument
(3) Sample Selection

(4) Data Collection

(5) Data Reduction

(6) Preliminary Work File Creation

(7) Final Vork File Creation

{8) Comparison of Data Availability: The MPRJ vs the OMPF and the EMF.

Examination of the Structure of the Military Personnel Records Jacket.
There are tvo major sections that comprise the MPRJ. Depending upon their
purpose, documents are filed in one of the following sections:

(1) Permanent Section. Documents filed in this section are usually

maintained throughout the member’s Army career. Howvever, early
removal of certain documents is sometimes authorized.

10



(2) Action Pending Section. Documents filed in this section are kept
only until a specific action is finished. After final action,
documents are removed or, if authorized, are filed in the Permanent
Section.

In both sections, documents are filed in chronological order. The most
recent paper is always placed on top of the older one.

Development of a Data Collection Instrument. In order to develop a data
collection form that could be used for the recording of administrative mea-
sures extracted from 201 files it was necessary to conduct a detailed exami-
nation of the make-up of the MPRJ via revievs of relevant Army Kegulations and
interviews with knowledgeable Army personnel. Army Regulaticn (AR) 640-10,
Individual Military Personnel Records, provided the basic reference document
for this task, and information from previous contacts with personnel at the
Recruiting Office (Alexandria, Virginia), the Military Entrance Processing
Station (Baltimore, Maryland), and the Training Personnel Division (Fort Knox,
Kentucky) aided in the clarification ¢f the regulation. As a result of this
work, an expanded list of potential indexes was compiled and Records Collec-
tion Form A (Appendix D) was developed. A field test of the form was con-
ducted at Fort Belvoir, Virginia by the two records collection team leaders.

This hands-on experience with the MPRJ made apparent the need for further
explanation and clarification. While AR 640-10 presented an ordered arrange-
ment of documents authorized for filing in the MPRJ, a better understanding of
the sequence--the steps involved in each documented action--was required. An
Army regulation, pamphlet, or circular for ~ach potential index was identified
(Appendix E), and notes on the relevant sections were written. This review
clarified many concerns, but it also created many questions about MPRJ en-
tries. Army personnel at Enlisted Personnel Management (EPM), Alexandria,
served as the primary source for elucidative information. In addition, EPM
provided personnel contacts in other branches and departments to support the
information search (Appendix F). Records Collection Form B (Appendix G) was
then developed and another field test was conducted at Fort Belvoir.

The data collection of the second field test involved the team leaders
and all team members. During the two days, information was extracted from 100
MPRJ. Twenty were recorded by all five researchers, and all others were re-
corded by at least two of the researchers. The day following the completion
of data collection was spent with the research team members comparing entries
in order to work out discrepancies, and discussing any modifications/changes
that the form required. The goal was to produce a final form that could be
used efficiently, unambiguously, and with consistency by each team that would
be at different sites during the field data collection. The final Records
Collection Form appears in Appendix H. In support of this goal, the need feor
a complete guideline to accompany the records collection form was ideatified
(Appendix I).

Sample Selection. The main purpose for examining MPRJ was to evaluate
their usefulness as a source of administrative actions that reflect Army-wide
soldier effectiveness. An additional purpose was to determine whether sig-
nificant differences in the frequency of administrative actions exist across
MOS and posts. Accordingly, the plan was to collect records data from the
HMPRJ for a sample of 750 soidiers, 150 in each of five MOS at five Army posts.

11
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The sampling plan necessitated knowing the location of soldiers so that
the MOS x post matrix, shown in Table 3, could be constructed. Then the rec-
ords of soldiers with certain characteristics, such as their M0S, sex, race,

and months on
the available

active duty, could be name requested at the five sites. Since
Enlisted Master File tape did not contain information about a

soldier’s location, a f£ive-step process was required to select the sample for
the MPRJ records collection. These steps were:

Step 1. Determination of MOS x post populations
Step 2. Determination of the proportion of MOS x post populations
represented by FY81/82 accessions
Step 3. MOS x post projected populations
Step 4. MOS and post selection
Step 5. Interface with the Worldwide Locator Resolution Search Systen
Table 3

Goal of MPRJ Data Collection

MOS
Post 1 2 3 4 5 Total
A 30 30 30 30 30 150
B 30 30 30 30 30 150
c 30 30 30 30 30 150
D 30 30 30 30 30 150
E 3G 30 30 30 30 150
150 150 150 150 150 750
Step 1. A tvo-vay table of the 19 MOS by 14 CONUS posts was constructed
based upon manpower data supplied by the Army as of May 1983.
The number in each cell represented the total number of soldiers
in a MOS at a particular site. Since for this project the in-
terest vas only in FY81/82 accessions, these post population
numbers needed to be adjusted to represent the population of
interes?.
Step 2. For each of the 19 MO:, worldwide populations were available

from manpover data supp:ied by the Army, and FY81/82 accessions
populations vere available from the Project A data base. From
these data the proportion of vorldvide populations represented
by the FPYB1/82 accessions wvas computed for each MOS (see Table
4). These proportions vere then adjusted by multiplying by .80
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to account for separations, time lags in recording, and so on.
For example, if a particular MOS had a worldwide population of
19,822 and if 11,376 FY81/82 accessions held that MOS, the pro-
portion represented by the FY81/82 soldiers would be .57; the
adjusted proportion would be .46.

Table 4

Input for Determining MOS x Post Projected Populations

Proportion of
FY81/82 Accessions

in Vorldwide MOS Adjusted
MOS Proportion Proportion
05¢C .58 46
63B .45 .36
64C .64 .51
71L .58 .46
76Y <57 : .46
91B 47 .37
94B .58 .46
95B .63 .50
11B .53 .43
12B .60 .48
13B .62 .50
16S .60 .48
19K .28 .22
19E .57 <45
55B .66 .53
TEW .36 44
S4E .49 .39
67N .59 47
S51B .51 41
27E .62 .50

Step 3. MOS x post projected FY81/82 populations were calculated by
multiplying the total number of soldiers in an MOS at each post
by the adjusted proportion (see Table 4) of FY81/82 accessions
for that MOS to determine the number who could be expected to be
located at each post. For example, assume there were 71 MOS 05C
at Fort Benning. Since .46 represented the proporticn of 05C in
the Army vho were FY81/82 accessions, the number of 05C at each
post was multiplied by .46. Thus, the number of 05C who had
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enlisted in FY81/82 and who were currently located at Fort
Benning would be projected to be 32 soldiers (71 x .46).

Step 4. Based upon projected populations, five posts that provided sub-
stantial numbers of soldiers in many of the MOS of interest were
selected for inclusion in the MPRJ investigation. With the ex-
ception of MOS 19E/K, 55B, 51B, and 27E, any of the MOS would
have provided large enough samples to have been included in the
records collection. Since selection was based upon projected
populations, six MOS were identified so that one could be
dropped if actual populations turned out to be significantly
lover than projected populations.

To strengthen the case for the generalizability of the records
collection findings, MOS were chosen on the basis of their
diversity. The MOS selected are shown in Table 5. Each MOS
represented a different Career Management Field (CMF), a dif-
ferent ASVAB area composite, and a different cluster (prior to
this effort, MOS had been clustered into homogeneous groups
according to rated job content [Rosse, Borman, Campbell, &
Osborn, 1983]). Additionally, each of the six MOS has a rela-
tively large population in the Army and is well represented by
blacks. Females are also well represented, with the exception
of Infantryman (11B) and Vehicle and Generator Mechanic (63B).

Table 5

MOS Selected for Records Collection

Aptitude FY81 Accessions
MOS Title CMF Ccmposite Cluster Total Women Blacks
05C Radio TT Operator 31 SC H 3175 585 898
118 "nfantryman 11 co G 7028 0 1128
63B Vehicle & Generator Mech. 63 MM D 4653 386 1178
64C Motor Transport Operator 64 OF P 5440 774 1279
71L  Admin. Specialist 71 CL N 4484 2744 1967
91B Medical Care Specialist 91 ST 0 3074 924 876

Step 5. Having identified a set of MOS and selected five sites, the next
step vas to generate a sample of soldiers. A tape was prepared
that contained the names and SSN of every FY81/82 accession who
vas currently serving in the six MOS. The tape, which contained
approximately 51,000 records, was sent to the Worldwide Locator
Resolution Search System, Fort Benjamin Harrison, where location
information, fnr each soldier, was merged onto the tape.

Vhen the tape was returned, only the names and SSN of soldiers
located at the five sites who entered the Army between 15 June
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} 1981-15 November 1982 were retained. Since the records collec-
tion was to take place the first week in October 1983, the
sample of soldiers would have been in the Army between 10 1/2
and 27 1/2 months, a slightly wider time band than will exist at
the time of actual criterion data collections.

The actual MOS x post populations are shown in Table 6. While the num-

i bers vere somewhat smaller than projected, with the exception of MOS 63B, cell
] sizes were large enough to meet the criterion of 30 soldiers per MOS per site.
Consequently, 63B was dropped from the sample of MOS to be examined.

Table 6

ek

Actual MOS x Post Populations

MOS
Post 05C 11B 63B 64C 71L 91B Total
A 182 505 126 199 252 207 1471
; B 53 359 46 112 91 73 734
: C 42 149 79 111 108 98 587
r D 125 193 121 198 226 165 1028
E 56 196 29 134 74 82 571
Total 458 1402 401 754 751 625 4391

AN

At each post, MPRJ are located at the Military Personnel Office (MILPO)
that serves the soldier’s unit. Larger posts typically have more than one
. MILPO; where this was the case, each MILPO was represented in the sample. The
. sampling plan is shown in Table 7. While 30 cases per cell were desired, 40
[ cases wvere requested to allow for separations and reassignments that might
p have occurred between the time location information was obtained and the data
collection teams visited the sites.

Data Collection. The examination of Military Personnel Records Jackets
vas conducted by teams of two research staff members who conducted 2-day site
visits to each of the five posts. Using the Records Collection Form (Appendix
B) and accompanying Guidelines (Appendix I), the teams spent the 2 days ex-
tracting records data from the MPRJ that could be located from the 200 files
requested at each site. Table 8 presents a breakdown of the number of MPRJ
from which data were collected at each post.

Data Reduction. Of the 747 completed forms, 37 were usable but repre-
sented MOS other than the five MOS selected for investigation. Five forms
vere not usable owing to incorrect entries that could not be rectified. The
742 usable forms were divided into four Batches by MILPO as follows:

T L CONT v
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Table 7

Sampling Plan for MPRJ Data Collection

71L 91B 05¢ 64C 118

Post MILPO v B v B v B v B ') B
M F 10 6 10 6

A (2) 30 10 30 10 30 10
(3) M 15 9 15 9

F 10 6 10 6
B (1) 30 10 30 10 30 10
M 15 9 15 9

F 10 6 10 6
c (1) 30 10 30 10 30 10
M 15 9 15 9

5S) F 10 6 10 6
D (2) 30 10 30 10 30 10
(3) M 15 9 15 9

F 10 6 10 6
E (1) 30 10 30 10 30 10
M 15 9 15 9

Vhite/Black by Vhite/Black Vhite/Black
Female/Male Females and/or All Males
Males

Table 8

Number of Militar Personnel Records Jackets Requested and Received at Each
Post

Number of MPRJ Percent
Post Requested Received Received
A 200 153 77
B 200 159 80
C 200 133 67
D 200 156 78
E 200 146 73
Total 1000 747 75
16
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Training Batch 145 = 51 (D-1) + 57 (A-3) + 37 (Other MOS)

Batch A 200 = 153 (B-1) + 47 (D-3)
Batch B 199 = 125 (C-1) + 47 (D-2) + 27 (A-1)
Batch C 198 = 137 (E-1) + 61 (A-2)

Batches were created to simulate actual field visits. All of the infor-
mation collected from one MILPO appeared in one and only one Batch. A MILPO
wvas never divided across Batches. Thus, coding could proceed in a fashion
comparable to actual data collection, one MILPQ at a time.

The three research staff members who were to code the completed Records
Collection Forms spent one day in training. At that time, two activities were
accomplished. First, using optical scanning sheets that had been developed
previously, the three researchers jointly coded the 145 Training Batch forms.
This allowed coders to become familiar with the coding sheets and procedure.

Second, the coders considered content extracted from letters, certifi-
cates, and Articles 15 in terms of 13 dimensions of soldier effectiveness that
had been developed in previous research (Borman, Motowidlo, & Hanser, 1983).
This research identified the following performance dimensions as relevant to
all soldiers, regardless of their MOS:

A. Controlling own behavior related to personal finances, drugs/alcohol,
and aggressive acts

B. Adhering to regulatiohs, orders, and SOP and displaying respect for
authority

C. Displaying honesty and integrity

D. Maintaining proper military appearance

E. Maintaining proper physical fitness

F. Maintaining own equipment

G. Maintaining living and work areas to Army/unit standards

H. Exhibiting technical knowledge and skill

I. Showing initiative and extra effort on the job/mission/assignment
J. Attending to detail on jobs/assignments/equipment checks

K. Developing own job and soldiering skills

L. Effectively leading and providing instruction to other soldiers

M. Supporting other unit members.

17
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For guidance the coders were provided a booklet containing the defini-
tions of effective and ineffective performance under each of the 13 dimen-
sions, along with behavioral examples of such performance drawn from the
earlier research (e.g., under Construct B, "Trzinee of the week" and "Failure
to report to place on time"; for Construct H, "Professionalism and proficiency
displayed during ARTEP" and "Duty performance has not been such as to wvarrant
promotion consideration"). The coders reached agreement on how to record be-
havioral examples from letters, awards, and so forth.

For purposes of assessing coder agreement, following the training ses-
sion, the remaining three Batches were coded independently by each of the
three coders in a Latin Square design. That is to say, the three Batches were
coded in a different order by each coder. A finding of high agreement among
coders would allow for the conclusion that one researcher per MPRJ would be
sufficient to extract records data in future large-scale data collection
efforts.

Preliminary Work File Creation. Upon completion of the coding, the
OPSCAN sheets were read, fields were edited, and frequency distributions were
generated for each field. Based upon these frequencies, a set of 38 variables
vas created. Seven of the variables were derived from the behavioral con-
structs, three reflecting effective performance and four reflecting ineffec-
tive performance. The remaining variables represented factual information
categories. The variables are listed in Table 9. With these variables cre-
ated for each case, at this point the 597 records that were independently
coded by each of three coders contained three values for each of the 38 vari-
ables. Thus, the next steps vere to examine coder agreement and create a
final work file that contained one value per variable per case.

Coder agreement was assessed by two methods. Table 10 presents the cor-
relations between coders and the average intercoder correlation for each of
the 38 variables. As can be seen, the product moment correlations are, for
the most part, consistently high, and generally above .90.

For the six variables where average intercoder correlations were lower
than .90, four dealt with the assignment of the content of a letter, certifi-
cate, or Art’cle 15 to a construct (G2V40l11l, G2V4012, G2V4013, G2v4023). 1In
making thes. assignments, coders had only the preliminary definitions of con-
structs contained in their guidance booklets. It is anticipated that when
definitions are refined, and rating scale points, anchored with behavioral
examples of each construct, are available, correlations would improve to lev-
els above .90. For the remaining two variables (G2V4014 and G2V4018), the
distinction between Special Military Education and Civilian Credits was com-
plicated by the fact that certain military courses wvere taken at or through
civilian colleges and universities. In future data collections, military
education will be counted as such, regardless of vhere courses vere actually
taken.

In Table 11, the means and results of a one-vay analysis of variance per-
formed on each of the 38 variables are presenied. Once again the findings re-
flect high coder agreement. For the nine variables for vhich statistically
significant coder differences were found, inspection of the means presented in
Table 11 reveals differences among coders that are not at all alarming in
size. For example, mean differences among coders of only .034, .018, .033,

18

R T P L A O I IR T T, P ST R I I R N A A A L A LT A A SN SO T VAN N B LN PR LY A



Table 9

List of Created Variables

Variable Number

Description

G2V4001
G2V4002*
G2V4003
G2V4004*
G2V4005*
G2V4006
G2v4007
G2v4008
G2V4009
G2V4010
G2V4011

G2V4012

G2V4013
G2V4014%*
G2V4015
G2V4016%*
G2V4017*
G2v4018*
G2V4019
G2v4020
G2v4021

G2V4022
G2v4023
G2V4024

G2v4025
G2V4026
G2v4027
G2V4028
G2V4029
G2V4030%*
G2V4031*
G2V4032*
G2V4033

G2V4034

Has SQI, ASI, or Language Identifier

Is Working at Skill Level DMOS Higher/Lower than PMOS

Is Eligible to Reenlist

Highest Grade Attained

Current Grade

Never Demoted

Number of Awards

M16 Rating

Has EXP Grenade Rating

Number of Letters/Certificates

Cited for Exhibiting Technical Knowledge and Skill
(Construct H & J)2

Cited for Physical and Mental Self-Development
(Construct E & K)2

Cited for Constructs Other than E, H, J, and K2

Has Had Special Military Education

Number of Military Training Courses

Years of Civilian Education

Has High School Diploma

Has Earned Civilian Education Credits

Number of Articles 15/FLAG Actions

Has Been AWOL

Cited for Failure to Adhere to Rules and Regulations and
Disrespect for Authority (Construct B)2

Cited for Failure to Control Own Behavior
(Construct A)3

Cited fgr Construct Violations Other than Constructs A
and B

Number of Times Cited for Construct Violations
(G2V4021 + G2V4022 + G2V4023)2

Number of Times Assigned Extra Duty

Has Had Punishment Suspended

Has Forfeited Pay

Has Been Restricted

Has Been Confined

Initial Grade

Change in Grade (G2V4005 - G2V4030)

Time Period in Years Between First and Last Grade Change

Promotion Rate (Number of Grades Advanced per Year--
G2V4031/G2V4032)

Has Received Punishment
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Table 9 (continued)

Variable Number Description
G2V4035 Has Received AAM
G2V4036 Has Received Air Assault Badge
G2V4037 Has Received Parachute Badge
G2V4038 Has Received Other Award

*Indicates an interim variable used only to define the actual variable. The
interim variable was not used in subsequent analyses.

3gee construct list in text. Construct definitions appear in Borman et al.
(1983).
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Table 10

Correlations Between Coders for Created Variables

Variable Average
No. Variable CiCg C1C3 CoC3 Intercoder r

G2V4001 Has SQI/ASI/LI .95 .97 .96 .96
G2V4002 Has Different Skill Level--

DM0S/PMOS .98 .91 .92 .94
G2V4003 Is Eligible to Reenlist 1.00 1.00 1.00 1.00
G2V4004  Highest Grade Attained .97 .98 .98 .98
G2V4005 Current Grade .97 .97 .98 .97
G2V4006 Never Demoted .89 .87 .98 .91
G2V4007 Number of Awards 1.00 1.00 1.00 1.00
G2V4008 M16 Rating .97 .99 .97 .98
G2V4009 Has EXP Grenade Rating .99 .99 1.00 .99
G2V4010 Number of Letters/Certificates .97 .98 .99 .98
G2V4011 Number of Times Cited for

Technical Knowledge and Skill .89 .86 .87 .87
G2V4012  Number of Times Cited for Physi-

cal and Mental Self Development .77 .76 .87 .80
G2V4013  Number of Times Cited for Other

Constructs .78 .70 .72 .73
G2V4014  BHas Had Special Military

Education .81 .80 .93 .85
G2V4015  Number of Military Training

Courses .91 .95 .92 .93
G2V4016  Number of Years of Civilian

Bducation 1.00 1.00 1.00 1.00
G2V4017 Has High School Diploma .90 .91 .96 .92
G2V4018 Has Barned Civilian Education

Credits .75 .71 .89 .78
G2V4019 Has Received Article 15/FLAG .99 .98 .98 .98
G2V4020 Has Been AVOL .88 .84 .97 .90
G2V4021 Cited for Faillure to Adhere to

Regulations/Disrespectful .87 .89 .94 .9C
G2V4022 Cited for Paillure to Control

Own Behavior .92 .92 .93 .92
G2V4023 Cited for Other Construct

Violation .86 .78 .89 .84
G2V4024  Number of Times Cited for

Construct Vioclations .97 .97 .99 .98
G2V4025 Has Received Extra Duty .99 .99  1.00 .99
G2V4026 Has Had Punishment Suspended .94 .93 .93 .93
G2V4027 Has Forfeited Pay .99 .99 1.00 .99
G2V4028 Has Been Restricted .99 .99 1.00 .99
G2V4029 Has Been Confined .90 .95 .95 .93
G2V4030 Initial Grade .99 .99 1.00 .99
G2V4031 Change in Grade .96 .97 .98 .97
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Table 10 (continued)

Variable Average
No. Variable CiCs C1C3 CoC3 Intercoder r

G2V4032 Number of Years First to Last

Grade Change .99 .99 .99 .99
G2V4033  Promotion Rate (Grades

Advanced/Year) .93 .94 .97 .95
G2V4034 Has Received Punishment .98 .98 .99 .98
G2V4035 Has Received AAM 1.00 1.00 1.00 1.00
G2V4036 Has Received Air Assault Badge 1.00 .99 .99 .99
G2V4037 Has Received Parachute Badge 1.00 1.00 1.00 1.00
G2V4038 Has Received Other Award 1.00 1.00 1.00 1.00
n = 598,
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Table 11

Means and Results of One-Way ANOVA for Created Variables

No. Variable Coder 1 Coder 2 Coder 3 F
G2v4001 Has SQI/ASI/LI 135 .130 .136 1.13
G2V4002 Has Different Skill Level--

DMOS/PMOS 1.036 1.034 1.030 1.41
G2V4003 Is Eligible to Reenlist .887 .887 .884 -
G2V4004  Highest Grade Attained 2.431 2,432 2.435 <1
G2V4005  Current Grade 2.370 2.380 2.380 1.12
G2V4006 Never Demoted .949 .956 .955 2.05
G2V4007 Number of Awards .345 . 345 .343 1.00
G2v4008 M16 Rating 1.728 1.741 1.721 4.13%%
G2V4009 Has EXP Grenade Rating .221 224 £226 2.34
G2V4010  Number of Letters/Certificates .368 .368 .370 <1
G2V4011 Number of Times Cited for

Technical Knowledge and Skill .238 .222 .256  4.39%%
G2V4012  Number of Times Cited for Physi-

cal and Mental Self Development .052 .060 070 4.36%%
G2V4013  Number of Times Cited for Other

Constructs .099 .110 077 7.44%%
G2V4014  Has Had Special Military

Education .044 .060 062 7.48%%
G2V4015  Number of Military Training

Courses .222 .263 <243 12.96%%
G2V4016  Number of Years of Civilian

. Education 12.137 12.136 12.136 -

G2V4017  Has High School Diploma .926 .937 .931 3.01%*
G2V4018 Has Earned Civilian Education

Credits .039 .028 .032 2.16
G2V4019 Has Received Article 15/FLAG .124 .122 .120 1.00
G2V4020 Has Been AWOL .027 .030 .028 <1
G2V4021 Cited for Failure to Adhere to

Regulations/Disrespectful .074 .070 .072 <1
G2V4022 Cited for Failure to Control

Own Behavior .057 .055 .049 3.01%
G2V4023 Cited for Other Construct

Violation .050 .047 .047 <1
G2V4024  Number of Times Cited for

Construct Violations .229 .226 .221 1.58
G2V4025  Has Received Extra Duty .089 .090 .090 1.00
G2V4026 Has Had Punishment Suspended .064 .064 .065 <1
G2v4027 Has Forfeited Pay .110 112 .112 1.00
G2V4028 Has Been Restricted .064 .062 .062 1.00
G2Y40Z29 Has Been Confined .017 .017 .018 <1
G2V4030 Initial Grade .448 442 440 1.51
G2V4031 Change in Grade 1.919 1.936 1.940 2.97%
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Table 11 {continued)

No. Variable Coder 1 Coder 2 Coder 3 E

G2V4032 Number of Years First to Last

Grade Change 1.123 1.125 1.129 1.55
G2V4033  Promotion Rate (Grades

Advanced/Year) 1.707 1.721 1.720 1.06
G2V4034  Has Received Punishment .122 .125 124 1.00
G2V4035 Has Received AAM .109 .109 . 109 -
G2V4036  Has Received Air Assault Badge .064 .064 062 1.00
G2V4037 Has Received Parachute Badge .069 .069 .069 -
G2V4038 Has Received Other Award 114 114 .114 -

*p < .05.
**%p < .0l.
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and .018 were found for variables G2V4011, G2V4012, G2V4013, and G2V4014,
respectively. Not only are these differences relatively unimportant but, as
just mentioned, the circumstances that produced the significant differences
are not expected to influence future data collections.

Taken together, the results of the correlational analyses and the analy-
ses of variance provide sufficient support for the conclusion that only one
researcher will be needed to collect administrative measures from each Mili-
tary Personnel Records Jacket in future large-scale data collection efforts.

Final Vork File Creation. Two decision rules were used to obtain the
desired one value per variable per case. For the dichotomous variables, a
coder agrecment rule was employed where majority ruled. For example, if all
three coders had assigned a value of 1 for a variable, or if twvo out of the
three coders had assigned a 1, a value of 1 was given to that variable. For
the continuous variables, the assigned value was the average of the three
coders rounded to the nearest whole number.

At this point, the 17-month time band was reduced to 13 months to more
accurately reflect the time that soldiers in the actual FY83/84 first-tour
data collection will be in the Service. Only those soldiers who entered the
Army between 1 July 1981-31 July 1982 at an initial grade of PFC or less wvere
retained. This reduced the sample from 597 to 553. Additionally, 97 of the
145 records used in the training session wvere those of soldiers in the five
M0S, and wvere added to the sample. The result was a sample of 650 soldiers in
the 11B, 05C, 64C, 71L, or 91B MOS who had been in the Army between 14 and 27
months.,

Before turning to the main analyses performed on the administrative vari-
ables, a comparison of the availability of administrative indexes from the
various records sources will be presented.

Military Personnel Records Jacket (MPRJ)--Official Military
Personnel File (OMPF) Comparison

Using the Records Collection Form that vas developed to extract records
data from MPRJ, three research staff members spent 2 days at MILPERCEN HQ col-
lecting records data from the OMPF of 292 soldiers. The 292 individuals rep-
resented a random sample of the 650 soldiers from whose MPRJ administrative
records data had previously been collected. Thus, a comparison of the amount
of information available from the two records sources wvas possible.

Presented in Table 12 is a comparison of the frequency distributions of
selected administrative variables that were available from the MPRJ and the
OMPF. As can he seen, the MPRJ wvas found to be a much richer source of admin-
istrative actions. The frequency of indexes such as "Number of Lotters/Cer-
tificates™ and "Number of Avards,” when collected from the OMPF, was low
enough that their usefulness as either criteria of soldier effectiveness or
in-service predictors would be questionable. However, wvhen these variables
are collected from MPRJ, they contain sufficient variance to varrant consider-
ation in the formation of criteria and in-service predictors. In the extreme
case, information relevant to a soldier’s reenlistment eligibility was not
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Table 12

Frequency Distributions for Selected Variables: MPRJ/OMPF Comparison
(n = 292 soldiers)

MPRJ OMPF
Variable Value (201 File) (Mlcrofiche)

Number of Letters/Certificates 0 218 287
1 45 4

2 or More 29 1

Number of Awards 0 209 262
1 69 27

2 or More 14 3

Has Received Article 15 No 258 278
Yes 34 14

Has Been AWOL No 286 290
Yes 6 2

Has Had Special Military Education No 270 288
Yes 22 4

Is Eligible to Reenlist Blank 41 292
No 29 --

Yes 222 --

Highest Grade Attained PVl 1 237
PV2 13 20

PFC 156 17

SP4/CPL 116 18

SP5/5GT 1 --

SP6/SSG 5 --

Change in Grade -1 1 --
0 19 278

1 56 3

2 135 2

3 77 9

4 2 --

5 2 --
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even available from the OMPF. Finally, an examination of the frequency dis-
tributions for the "Highest Grade Attained" and "Change in Grade" variables
highlights the timeliness of the two records sources. Since promotion rate,
defined as number of grades advanced per year, appears to be a promising
variable, it is essential that a timely source be utilized to obtain a sol-
dier’s current rank and date of rank.

As previously mentioned, the MPRJ is the most complete aud up-to-date
record available. Bowever, the extraction of records data from MPRJ is a
rather labor-intensive effort.

Military Personnel Records Jacket (MPRJ)--Enlisted Master File

EMF) Comparison

Vhile a number of potentially useful administrative variables are not
availabie from the EMF, a number of indexes can be obtained from that source.
The impurtant consideration, however, is the timeliness of the information.

Presented in Table 13 are frequency distributions of selected variables
collected from MPRJ that are also available from the EMF. As can be seen,
unlike the MPRJ-OMPF comparison, there exists a rather high degree of corre-
spondence between the MPRJ and EMF. It should be noted that the EMF was an
FY83 end-of-year tape. The MPRJ data were collected during the second and
third wveeks in October 1983. Thus, MPRJ information was being compared to
BMF entries that were, at most, 3 weeks behind the information in the field.
Even in light of the 3-week difference, the correspondence between sources is
impressive and highlights the benefits of having avz lable current EMF
information.

ANALYSES OF MILITARY PERSONNEL KECORDS
JACKET (MPRJ) DATA

The primary objective of the examination of Army personnel records
sources vas to determine which administrative measures could be useful in the
formation of criteria and in-service predictors of soldier effectiveness. Ad-
ministrative measures vere considered useful if they had sufficient variance,
acceptable base rates, and significant and meaningful relationsiiips with other
measures. Accordingly, analyses were conducted in two stages:

(1) 1Identification of potentially useful administrative variables
(2) Examination of the relationships of those variables with other

variables

Identification of Potentially Useful Administrative Variables

An important issue in the determination of the usefulness of criterion
and predictor measures is the capability of discriminating between level: of
effectiveness of job perforrance among personnel. If everyone gets about the
same score on some measure of job performance, there is practically no vari-
ance on that measure, and it is therefore incapable of discriminating levels
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Table 13

Frequency Distributions for Selected Variables: MPRJ/EMF Comparison
(n = 650 soldiers)

MPRJ EMF
Variable Value (201 File) (FY83 Ending)
Has Been AWOL No 631 633
Yes 19 17
Has Had Special Military Education No 620 623
Yes 30 27
Is Eligible to Reenlist Blank 76 71
No 57 52
Yes 517 527
Initial Grade Blank 1 2
PVl 497 516
PV2 76 68
PFC 76 64
Current Grade PVl 13 7
PV2 32 14
PFC 309 341
SP4/CPL 290 282
SP5/SGT 6 6
Promotion Rate 0 40 41
1 136 112
2 375 401
3 98 96
4 1 0

of job performance. Thus, a first step in determining the usefulness of the
administrative variables collected from 201 files was to select those measures
with an acceptable amount of variance. The frequency distributions for each
administrative measure are presented in Table 14.

Since many of the variables are components of larger summary measures,
the correlations among variables were also an important criterion for select-
ing useful administrative measures. The product moment correlations among the
administrative variables are presented in Table 15.

In addition to the psychometric characteristics of the administrative
measures, variables were selected with an eye toward current Army poli-ies
regarding the use of these indexes in reenlistme<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>